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I. Introduction
The rise of competition in recent years due to globalization is also influencing the early childhood education institutions in Turkey. "Early childhood" is a critical stage that is essential to laying the foundations for a child's development of personality and growing up as a healthy individual. When a child starts to school, he has completed a major part of his development. Education is a process that starts with birth and continues throughout the life. The foundations of a lifelong learning are laid during the first six years, "early childhood". Giving children a good education and supplying a positive environment plays a key role in supporting a child's physical, mental, emotional and social development. Undoubtedly the preschool teachers are the key component to this process. For that reason, important duties are bestowed upon the business executives for maintaining the organizational climate that either exists or requested to exist. The organizational climate and the purposes of the organization that the business has are in a key position in creating harmonious attitude and behavior. Upon establishing this harmony the positive effects on variables like the employees' organizational commitment, organizational citizenship behavior, organizational loyalty, job satisfaction, organizational assurance, organizational sense of justice, work and organizational performance etc. These positive effects will ensure the firm laying of educational foundations for the children who are our future. For those reasons the subject of the research consists of affective commitment, job satisfaction, organizational confidence and individual work performance relationships. The lack of research on affective commitment, job satisfaction, organizational assurance and individual work performance relationships in preschool educational organizations in Sakarya is the reason for his research. This research is based on the analysis of the data collected from the teachers who work in preschool education organizations in Sakarya.
II. Theoretical Framework

II.1. Job Satisfaction and Affective Commitment
Job satisfaction is generally the result of the perception of the individual over his/herneeds, the job itself and what they get from the workplace conditions (Francies and Milbourn, 1980) . Due to these perceptions, the individual gives an emotional reaction to his/herorganization. This reaction is a sense of justice or equality the individual gets from comparing his/herjob and what he/she gets out of it to his/herexpectations, desires and needs. Thanks to the comparison the perception of justice leads to job satisfaction. (Lambert, Barton and Hogan, 1999) . Job satisfaction is a personal assessment of the job conditions (job itself, attitude of the management) or the results they get out of the job (wage, job security). Job satisfaction is a result of the individual's internal reactions towards the job and the perception of job conditions that is processed through the system of the individual's norms, values and expectations (Schneider and Snyder, 1975: 31) . In that sense, job satisfaction is the employees' perception of job and the benefits of it and also an emotional response to that perception (Luthans, 1994: 114) . Job satisfaction is usually considered a positive effect of the workplace experiences of the employee. If the individual receives the necessary satisfaction from the job,he/shewill have a positive attitude towards the job and the workplace (Erdoğan, 1991: 376) .
Organizational commitment is the psychological commitment the individuals feel towards the organization. Commitment is a result or the interest in the job, loyalty and the strong faith in the organizational values (O'reilly, C.,1995). Organizational commitment is defined in varying ways. The definition of organizational commitment by Porter and his friends who are the most widely accepted in organizational commitment literature emphasizes the existence of three distinct traits of organizational commitment (Porter, Steers, MowdayandBoulian, 1974 
II.2. Organizational Assurance
According to Matthai, assurance is the issue of organization's assistance with its corresponding words and actions, when the employees are faced with uncertainty and a risky situation (Ertürk, 2008) . According toZaheervd (1998) trust is an expectation towards the other side on whether or not they will fulfill their obligations, act as the claimed they would and negotiate fairly in pragmatic situations (Tüzün, 2007) . It is a concept earned as a result of the behavior based on mutual respect and courtesy for the benefit of the members of the organization (Taylor, 1989) According to Mishra and Morrissey, organizational assurance can be developed based on four dimensions. First is open communications within the organization, second is an active role of the employees in the decision making process, third is sharing data and information and fourth is an accurate statement of feelings and expectations (Gilbert and Tang, 1998).
Strategy and policies of the organization is also effective in establishing organizational assurance. Said situation can be exemplified with the following case; According to the Milanese Kustermann who supplies a high class employee forthe organizations; "Conditions for promotion are obvious.
The new recruits are told what to expect and what is expected of them. All new recruits know that we have a "grow or leave" system. If they don't show a continuous reputation increasing progress in their respective field, they will eventually leave the company. When somebody leaves, it is never a surprise because this individual has had a lot of reviews during all the years they spent in the company and every chance of benefiting the unique feedback from the chief executive or the concerning manager."
As it is seen the assurance is dependent on the transparency of the strategies and policies that are pursued. The sense trust and commitment of the employee who perceives and accepts the organization this way is naturally born (Cohen andPrusak, 2001) . With this example in mind, in order to establish organizational assurance, a trustworthy organization needs to be established (Demirel, 2008) . Assurance is an important factor in organizational climate, employee performance and commitment to the organization. (Laschinger, FineganandShamian, 2001) .
There are many different distinctions on studies relating the issue of assurance. But the most important distinction is the assurance in the individual versus the assurance in the organization (Luhman, 1979; Nyhanand Marlowe, 1997; Tan and Tan, 2000) . According to Luhman (1979)'s distinction on the assurance in the individual and the assurance in the organization, assurance in the individual is based on the differences of personality and is unique to individuals, whereas the organizational assurance is more about the institutions rather than the individuals. Shockeleyet al. (2000), stated that while the assurance in the individual reflects the Tan and Tan(2000) ; although the assurance in the manager and the assurance in the organization are related factors, they are different concepts. They have detected that the assurance in the organization can be integrated with variables that affect the entirety of the organization like organizational support or organizational justice, whereas the assurance in the manager has a close relationship with close variables like the capabilities, respectability and generosity of the manager. They have also detected that the results of the employee's assurance in the organization and the manager. While assurance in the organization increases organizational commitment and affects employee circulation, assurance in the manager affects employee satisfaction and progressive behavior.
II.3. Individual Job Performance
Performance assessment is accepted as a helpful tool by the organization and by the employee. Performance assessment has two important goals. One of these is to acquire information about job performance, since this information will be useful while making managerial decisions. Decisions relating to wage increases, bonuses, education, discipline, promotions, career planning and other managerial activities are based on the information gathered by the performance assessment. A managerial board of an organization should not make managerial decisions without the decisions made in the performance assessment. Like other policies relating to human resources, performance assessment too is based on legal standards blocking discrimination against any particular group (Micolo, 1993) .
The second goal of performance assessment is to receive feedback on how close are the employees to the standards determined in the job descriptions of the employees and job analyses. This feedback, when delivered to the employees in a positive way and supported with professional education, can be very useful. Most employees would like this sort of constructive and confidence increasing feedback. This feedback will also help the employees see what direction their careers gowithin the organization. For example, it would show if the employee is ready to take a greater responsibility or if the employee needs education to sustain their current status. (Palmer, 1993) According to Paşa (2007) , there are three factors that make the individual performance: i. Focusing: First step to increase individual performance is to ensure focus. In working life, performance, also known as success has nothing to do with luck. There are no ways to success with general acceptability like being in the right place at the right time or knowing the right person. Maybe these would help. The real performance can only be acquired by knowing how to prepare for it. What that means in the workplace is having a developed method for knowing who should do what and when. ii. Qualification: Qualification is called the talent, knowledge and skill that lead to better performance. Talent comes with birth. Skill comes with experience. According to another definition qualifications are behavioral groups that include traits like personality, organization, interest and motivation. The qualifications are the actions that the employees take with knowledge, skill and attitudes that they have developed with compatibility to the beliefs and values system in order to get organization, department and personal results. iii. Dedication: Dedication is the process of the employee identifying themselves with the business that they are in and make their own goals compatible to the organization's goals in order to help the business reach its goals and feel the need tostay longer in the business (Büte, 2011) .
According to Hume, performance management is a systematically developed approach to manage human resources. This approach contains the motivation of the human resources of an organization, in order to motive them to realize their maximum performance (Özmutaf, 2007) . , 1974) . Chaw(1944) states that the high level of commitment leads to more responsibility, more loyalty and a higher productivity most of the time. An employee with a high performance wanting to stay in the organization increases organizational productivity. Since they put an effort with high level of organizational commitment, they do not consider leaving. (Çöl G. 2004) Studies have shown that amongst the factors of organizational commitment; affective commitment and performance have a stronger positive relationship than normative commitment and performance and a negative relationship between obligatory commitment and performance (Meyer J.; Becker, T. andVandenberghe, C. 2004).
II.4. The Effects of Affective
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DOI: 10.9790/487X-180904125132 www.iosrjournals.org 128 | Page Aryee and Heng (1990) have shown with their studies that there is not a strong enough connection between commitment and performance. Similarly Zajac (1990), after stating that this relationship is weak, pointed out that the most important reasons for this weak relationship are economic circumstances and expectations and family obligations. While high financial expectations (like high salary, social facilities, reward and premiums) affects organizational commitment and performance negatively, financial expectations being low affects it positively. According to Becker (1996) , one of the reasons for a weak relationship between commitment and performance is that the commitment to the manager and the organizational commitment are very much integrated. A manager's care for performance and a fair assessment of performance can increase organizational commitment and performance (Gül, A research done in Gaziantep on 298 people by Büte (2011) has shown that trust has a positive influence over performance. Yousef (2000:15) and Uygur (2007:81) have stated that organizational commitment and performance has a positive but weak relationship. Altaş and Çekmecelioğlu's (2007:54) study has proven that the affective and normative commitments positively affect job performance and normative commitment has a stronger influence.
III. Research Methodology and Findings
III.1. Methodology of Research
Polls have been used as the data collection tool in the research. In the survey form there have been questions asked relating to each one of the variables in the research model. A 5-pointLikert-type scale has been used. Levels of agreement within the scale are 1=absolutely disagree, 2=partly disagree, 3= undecided, 4=partly agree, 5=absolutely agree. The data has been collected between September 2012 and February 2013 by the researcher. Evaluation of the research data was done by SPSS 16.0 for Windows statistics package program. The data was analyzed for factor analysis, reliability, correlation and regression, made a frequencydistribution for demographic variables, calculated the average and standard margin of error.
In the research, 4 questions concerning the "affective commitment" variable have been adapted from the research of Meyer and Allen (1991), 5 questions concerning "job satisfaction" have been adapted from Rusbelt, Farrell, Rogers veMaınous (1988), 12 questions concerning "organizational assurance" from Nyhan and Marlowe (1997) and 4 questions concerning individual job performance from Kirkman and Rosen (1999) . Questions concerning the relationship between affective commitment, job satisfaction, organizational assurance and individual performance have been classified under 5 factors. These factors and questions concerning them are affective commitment, job satisfaction, and organizational assurance over the assurance in the manager and the organization and individual job performance.
III.2. Research Model and Hypotheses
This research concerning the relationship between affective commitment, job satisfaction, organizational assurance and individual performance, affective commitment, job satisfaction and organizational assurance relating to the assurance in the manager, dimensions of the assurance in the organization and individual performance variables have been used.
There have been five variables in the research. As the independent variable affective commitment, job satisfaction and assurance in the manager and the organization have been used. The independent variable is the individual job performance. The hypotheses to be tested in the research are the following: Hypothesis 1: Affective commitment has a positive effect on individual job performance. Demographic variables and the relationships between affective commitment, job satisfaction, organizational assurance and individual performance have been evaluated. Affective commitment and age, seniority has a positive 5% relationship. Findings on gender are remarkable. There is a 1% positive relationship between gender and assurance in the manager. There is a 5% positive relationship between gender and assurance in the organization. 
III.3.4. Hypotheses Test Results
The test results of the hypotheses of the research are summarized in Table-8 . 
IV. Result and Suggestions
In this research the relationship between preschool teachers' affective commitment, job satisfaction and assurance in the manager and the organization has been observed. The research results show the strong and positive influence of affective commitment, job satisfaction, assurance in the manager and the organization on the individual job performance. The results match with similar researches in the literature (Büte,2011) The positive influence of the assurance in the manager on the individual job performance has been detected. This means the more the preschool teachers trust their managers more their individual job performance will be. However there has been no sign of meaningful findings in the research about organizational assurance's influence on the individual job performance.
When the effect of job satisfaction on job performance is studied, both the correlation and the regression analyses show that people being satisfied with what they do increases individual job performances. When organizational commitment factors' influence on individual job performance are observed, correlation and regression analyses have shown that affective commitment has positively influenced job performance. The researches that Meyer and friends did (2001) in North America have shown that affective commitment has an even greater influence on job performance. For that reason business executives who are looking to improve organizational performance should show an interest in managerial decisions that increase organizational assurance, job satisfaction and affective commitment which increase job performance.
